, or goal attainment (Spitzberg, 1983 (Spitzberg, 1983) . Interaction management includes fluency, verbal ability, and social adaptability (Wiemann, 1977). Individuals with the ability to manage interactions are able to speak fluently, take the correct number of turns, begin and end conversations, and manage topics. It seems clear that managing interactions is inseparable from adaptability. Adaptability is the ability to perceive relationships and adapt messages accordingly (Duran, 1992 (Spitzberg and Cupach, 1989) . These specific skills assist employees in managing impressions and influencing members of the organization (Ferris, Russ, & Fandt, 1989) .
The pre-competence stage is when a newcomer to an organization &dquo;has not yet developed the capacities necessary to communicate competently in a particular environment&dquo; (Jablin & Sias, 2001, p. (Richmond & McCroskey, 1992) . Richmond and Roach (1992) (Parks, 1994 (Penley et al., 1991) . Eight overlapping skill sets emerge in the literature as important to the competence construct, which can be extended to the organizational setting: listening (Haas & Arnold, 1995; Sypher, Bostrom, & Seibert, 1989) , empathy, attentiveness (Cegela, 1981) , usage or articulation (Duran & Kelly, 1988) , altercentrism (Spitzberg & Hurt, 1987), interaction management (Wiemann, 1977) , and adaptability (Duran, 1992 (Bostrom, 1996) . In one study, Haas and Arnold (1995) (Monge et al., 1982; Wiemann, 1977) . Wiemann (1977) (Spitzberg, 1983) . Interaction management includes fluency, verbal ability, and social adaptability (Wiemann, 1977) . Individuals with the ability to manage interactions are able to speak fluently, take the correct number of turns, begin and end conversations, and manage topics. It seems clear that managing interactions is inseparable from adaptability. Adaptability is the ability to perceive relationships and adapt messages accordingly (Duran, 1992 (Spitzberg and Cupach, 1989) . These specific skills assist employees in managing impressions and influencing members of the organization (Ferris, Russ, & Fandt, 1989) .
Finally, the skills mentioned above require certain levels of articulation or expressiveness (Duran, 1983; 1992 (Flauto, 1999) , and productivity with new technology (Papa & Tracy, 1988) . Zom and Violante (1996) (Duarte & Goodson, 1994) .
Since communication is inseparable from relationship formation (Spitzberg, 1993) (Spitzberg & Cupach, 1989 (Royer, Cisero, & Carlo, 1993 (Sudman & Bradbum, 1982 (Spitzberg, 1987, p. 28) .
From a performance perspective, it is plausible that this finding is connected with using empathy in maladaptive ways. Employees who use emotional contagion as an empathetic response strategy are more prone to burnout which leads to decreased performance. Omdahl and O'Donnell (1999) (Haas & Sypher, 1991; Sypher & Zom, 1986; Zom & Violante, 1996) (Allen, 1997) . London and Stumpf (1983) 
